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23 September 1973, 


mimil FOKs Director or Porsaonal 
mm I Chief, Btsff Personnel Division 

&XI&TW2 s An Image of the Office of Personnel 


1* Saesday evening, , 21 Beptssto er 1971, X van ona of eight young 
professionals who not at share informally cur views end" 

opinions of the Agency vttwfiSlSeniQV Seminar. Sbo cceiajents made at 
that meeting about the Office of Personnel and my personal feelings as 
a Persomel Officer arc stated below for the reader's review. 

2. She feelings began the day X was advised the 

Seminar, director, that 1 had been selected to be 

professionals. X Quarried Mm regarding the components represented and 
ho responded by listing thoaj concluding with me from GTiU X advised 
him X was not a draining Officer but rather a Personnel Officer. Fifteen 
or twenty minutes later to again referred to me ns representing 0'£3$ this 
time X lot it pass. 

3* Perhaps the most positive expression of the Office of Personnel 
imago in CX4 was expressed in or by the reaction people had to ms personally, 
first as ona of the young professional® end then their reaction whoa they 
found X was & Personnel Officer. 23ie first reaction was one of acceptance . 
end respect end the second was one of "What are you doing here?” X got the 
feeling a young professional from OSH, OSX, IfP^'OOX or (MB is more readily 
accepted and looked to for bis comments and opinions than one from the IDS. 
Last X sound super sensitive, 1st uta assure the reader that this expression 
was not radiated from all X contacted nor in e.oy strong or lasting way, but 
it was still iromistakenly present. 

b. During the Seminar session the Support Directorate in general and 
the Office of Personnel specifically was the object of much Jtxmosnt* One 
point of discussion centered around the high attrition rate of Cf's and 
the Agency's inability to attract and retain the "cream of the crop." Shis 
discussion soon led to an attack on the recruiters and the entire selection- 
placement process. Sfaa attackers vero not the young professionals alone but 
raost adamant wore some of the seminarians at the G6-X5 and 3.6 level. 

5« Xt is generally felt by the seminarians tint the recruiters do not 
know what they ©ro doing with the main reason being that they have never 
been inside to see what is needed. Some feel the recruiter's interview 
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reports ere less than professional and trustworthy end cite os «m e*oras»l© 
a lengthy, verbose jrcport that ended with the otateraont, ”fh® applicant 
wore brown shoes* 11 She scarcity of tocH ojpilcsftts was also credited to 
rocruitmsnt failure* Another them® centered on the raisconoeptAoas of 
JISD's based on their recruiter* s statements* Applicants few® apparently 
been promised iBinsdiate overseas assignments and rapid advameiarnt. 

C). ffre attack moved from recruitment to the 6oXoctloa«-pXaeesien,t 
function with claims that the component has very little or nothing to say 
la who comes into their office* One seminarian said, ,5 A assn Just shows up 
and soys ha is there to go to work. " 

?* With the help bolierro most If not all of the 

complaints were successfufl^BWliiSPb at least for the tsement. She 
tragedy of the situation lies in the apparent paucity of understanding 
of personnel work in the Agency. In this regard, it vas interesting to 
note the Office of Personnel was not represented in the Seminar . 

8. Based on cesaaenta msda at the Seminar and uy own observations, X 
would liko to rasfe© the following suggestions for Office of Personnel action* 

n* Develop and push an active campaign advertising vhab the Office 
of personnel does in fields other then Benefits cod Services. 


b* Support this campaign with Personnel Officer training to assure 
a near uniform Office of Personnel performance. 

c. Develop skills in career naoagauent end actively participate 
in the shaping of careers in the Agency* 

d. Actively end strictly utilise the benefits to good mmsomnt 
■^-Inherent in the o&a and three year reviews of career pro-visional 

employees* 

o« Stress with Rscruit&ont the need to bo strictly honest end straight 
forward with applicants. 

f. identify In tsU career cervices areas where dedoioa waking and 
responsibility can be delegated to lower grades end the strict 
control of information cm be freely disseminated. 
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